This research examines the effect of innovative climate on change-oriented organizational citizenship behavior. An online survey was used and data were collected from a sample of 490 Egyptian employees who are currently working in Germany and have been working in Egypt in the past. Applying the structural equation modeling technique results revealed that, innovative climate had significant influence on change-oriented OCB in Egypt and Germany.
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and implement changes with respect to work methods, policies, and procedures to improve the situation and performance" (López-Domínguez et al., 2013) .
On the other hand, in this questionable and challenging world, organizations have to constantly enact changes (Giebels et al., 2016) .
In the quest to attain long-term existence, a company's capability to increase innovation and creativity has been recognized as an essential factor (Ekback and Sundstrom, 2016) . Accordingly, businesses have to embrace an innovative climate that is characterized by a continuous organizational change to achieve success. A corporation's innovative climate defines its ability to integrate ideas into useful application and is influenced by the kind of industry that the firm operates within (Ekback and Sundstrom, 2016) .
In this regard, this study tries to examine the impact of innovative climate on employees' change-oriented OCB.
This study will help expand knowledge of change-oriented OCB and innovative climate in several ways.
First, unlike most previous studies found in the literature that have repeatedly differentiated between various OCB internal dimensions, this study attends to a distinctive dimension of OCB that challenges the status quo and thus, fosters organizational change.
Second, this research will contribute to theory development by extending the traditional OCB model with empirical data from a field study on change-oriented OCB as well as add value to managers and practitioners with practical findings in an area that has rarely been investigated.
Third, the present research responds to previous studies suggested emphasizing different national and cultural contexts' effect on challenging OCB for future research (e.g. Lopez-Dominguez et al., 2013; Li, 2016) .
To this end, the research at hand conducts a comparative study that contributes to this field of research through examining responses and perceptions of Egyptian employees in two different cultural and organizational contexts (the German context and the Egyptian context).
To sum up, there is ample empirical evidence that cultures vary from one country to another and that a variety of managerial practices differ by national cultures (Hofstede, 1980) . Therefore, the present research examines whether these differences matter to Egyptian employee's change-oriented OCB.
Literature Review Change-oriented OCB
Change-oriented OCB focuses on bringing about change, not simply demonstrating cooperation and adaptability, and incorporates innovation behaviors, such as the generation and implementation of new ideas or processes (Bettencourt, 2004) . The focus of change-oriented OCB is on individual discretionary behavior aimed at inducing positive change.
In a longitudinal study of 1,923 participants from a large electronics company in Korea, Choi (2007) found strong vision and innovative climate to predict change-oriented OCB.
In addition, the impact of the work environment variables on change-oriented OCB were found to be partially mediated at the individual level and fully mediated at the group level by psychological empowerment and felt responsibility for change. The results suggest that change-oriented OCB is strongly influenced by organizational level variables, even more so than group level variables.
According to Campbell (2015) , there is a lucid and practical connection between performance management and change-oriented organizational citizenship behavior that affects the overall performance of any typical organization.
‫التاسع‬ ‫المجلد‬ ‫ال‬ ‫العدد‬ ‫رابع‬ ‫الثاني‬ ‫الجزء‬ 8102 14 Li et al. (2016) affirm that empowered leadership has a positive impact on change-oriented OCB driven mainly by the socially embedded model. The research also explored the viability of the link between empowering leadership and changeoriented OCB to ascertain how that effect could be alleviated or even amplified. The findings of the research indicate that enabling leadership had a positive impact on the employees at the workplace which also affects change-oriented OCBs.
Kao (2017) investigated the existent relationship between change-oriented OCB and work characteristic using the work design model (knowledge-oriented approach) on immigration workers.
The findings confirmed that transformational leadership had a notable positive influence on the organization climate through knowledge-oriented work characteristics.
To summarize, the development of a flexible and innovative workforce is a prerequisite for continued organizational success. In such a context, employees must regularly come up with ideas and express them to improve existing methods, procedures, and policies (Bettencourt, 2004) . For this reason, challenging forms of OCB are becoming a critical component of employee performance (Morrison & Phelps, 1999) .
Innovative Climate
Management needs to ensure that the organizational climate encourages, nurtures, and enhances individual creativity.
Employees who have innovative and creative potential are most likely to practice innovation when they perceive strong organizational support. Furthermore, if organizations are able to develop an organizational climate perceived as positive by individuals, this is more likely to result in higher levels of motivation, commitment, and employee engagement, leading to improved organizational performance (Shanker et al., 2017) . Moolenaar et al. (2010) the practices and behaviors that promote the generation of new knowledge and practices". Innovative climate is assimilated into an organization by means of a series of steps relating to the awareness of a possible innovation which is evaluated for its appropriateness (Lee and Wu, 2011) .
Fernandez and Moldogaziev (2012) explored the workers' empowerment to inspire innovative behavior. The authors discovered that personnel's empowerment could encourage creativity.
According to the study of Kao (2017), the more the innovativeness in organizational climate, the more the employees will be motivated to show change-oriented OCB. In addition, the study explored how organizational climate directly affect employees' change-oriented OCB in a cross-level organization. Results revealed that organizational climate have a contextual effect on change-oriented OCB.
To conclude, prior studies revealed that innovative climate has a significant positive effect on employee's motivations, attitudes, and behaviors toward accepting, suggesting, and implementing organizational change
German Organizational Context (GOC) and Egyptian Organizational Context (EOC)
Following is a brief discussion on how national culture affects the GOC and the EOG with regard to innovative climate.
A study conducted by Moonen (2017), aimed at addressing the importance of cultural values, the organizational culture and management style for innovation. Based on a theoretical framework developed on the basis of the six Hofstede dimensions, results revealed that there is a strong positive relation between several cultural characteristics of countries and their innovation strength. According to Moonen (2017) , in cultures that exhibit less power distance like Germany, communication across functional or hierarchical boundaries is more common and this enables to connect different creative ideas and thoughts, which can then lead to unusual combinations and even radical breakthroughs.
Moreover, the German society strongly relies on rules, laws and regulations. Germany wants to reduce its risks to the minimum and handle changes step by step. Therefore, such a society is better in implementing new ideas and innovative findings successfully because they tend to be more precise and punctual thus avoiding uncertainty (Moonen, 2017).
Moreover, Moonen (2017) argued that in case of large power distance like in Egypt, sharing of information can be constrained by the hierarchy and since innovation significantly depends on the spread of information, so one of the possible effects can be linked to a slowing down of the innovation process.
For Egypt to achieve fast economic development it needs to shift toward individualism (Hofstede et al., 2010) .
To that end, the organizational context in Germany offers a more conducive innovative environment as compared to the Egyptian organizational context.
Research Model and Hypothesis

Figure (1) Research Model
H1: There is a significant difference between GOC and EOC regarding the impact of innovative climate on change-oriented OCB. 
Innovative Climate
Research Methodology
The online survey method used for collecting data for analysis, where personally-administered questionnaire is adopted from earlier studies.
The population for this research consists of all Egyptians who currently (during the time of research) work in Germany and used to work in Egypt in the past so that; they can hold comparisons between the two work environments and thus, answer the survey questions.
Those Egyptians form the sample under study and the sample size is 490.
Along with descriptive statistics and other statistical techniques, the structural equation modeling (SEM) will be used to test the hypothesized model.
Research Results
Table (1) Statistical results in table (1) show that for both organizational contexts, IC has a significant positive effect on CO-OCB (Germany, β = .623, p < 0.01) and (Egypt, β = .988, p < 0.05). These findings are also consistent with the study of Choi (2007) .
Thus, the hypothesis is rejected where there is no significant difference between Germany and Egypt with regard to the impact of IC on CO-OCB. 
Structural Path
Coefficient
Research Implications
The organizational innovative climate affects employees' change-oriented OCB. If organizations want to improve the change-oriented OCB of the employee, they should provide a good innovative climate. Suggestions may include: redesign tasks and jobs in a more challenging way, encourage open and honest debate and discussion of ideas, encourage flexibility and risk-taking, and provide employees with autonomy in doing their jobs.
Research limitations
Research limitations: Self-reported bias, specific group of respondents, and comparison between Egypt and Germany on a narrowly basis and certain aspects.
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